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Introduction
In recent years, work-life balance has become a keyword for balancing working time and free time. Literature on the topic mainly focuses on family-friendly measures and how companies operationalize them (e.g., DILGER AND KÖNIG [2007] , PROGNOS [2003] ). In particular, time is a crucial resource for balancing work and life, because it can be allocated to either work or free time. We examine the effect of working hours and overtime on satisfaction, with data from a German socioeconomic panel (GSOEP) . 1 Specifically, we analyze which factors influence working hour mismatches, as well as the effect of those mismatches on employee satisfaction. Unlike existing literature, which mostly uses general satisfaction and cross-sectional data sets, we examine working hours and overtime effects on employees' satisfaction in various parts of life across a panel data set. These panel data enable us to control for individual heterogeneity, as psychologists agree that each person has a specific level of satisfaction, but we can eliminate such distortions in our data, in contrast to cross sectional analyses (GRÖZINGER ET AL. [2008] ). Furthermore, we address not only overall life satisfaction but also satisfaction with the job, family life, and free time and thereby extend HANGLBERGER'S [2010b] research on job satisfaction.
Our results show that high working hours and overtime do not lead to lower satisfaction. Rather, more working hours and overtime have positive effects on life and job satisfaction, but the desire to reduce working hours has a negative impact on job and life satisfaction. Our results for job satisfaction mirror HANGLBERGER 'S [2010b] main findings, but we also detail the underexplored effect of overtime on employees' satisfaction. Working conditions have additional impacts on satisfaction: A home office triggers wishes to reduce working hours, and commuting lowers satisfaction with free time and family life, with no influence on job satisfaction. These results show that diverse perceptions and influences determine employees' overall life satisfaction. The interplay of working hours and work-life balance remains important for companies and their human resource policies.
To address these issues, this research begins in the next section with a review of previous literature. We then explain our data set and variables, which lead into our hypotheses. The results follow, and finally, we provide a discussion of the findings and conclusions.
Literature Review
Existing literature offers little evidence about the influence of working time preferences on employees' satisfaction in Germany. HOLST AND SCHUPP [1998] asked about desired working hours among German employees and found that those hours are much lower than actual working hours, a preference that persisted for at least the next decade (HOLST [2007] ). MERZ [2002] connects working hours to individual well-being by using the number of working hours an employee wants to change as an indicator of economic well-being, based on GSOEP data from the mid-1980s to the mid-1990s. GRÖZINGER ET AL. [2008] use more current data from 2004 and find that working time preferences are highly relevant to life and job satisfaction. In addition, HANGLBERGER [2010b] analyzes the effect of working hours on job satisfaction with 2005 and 2007 GSOEP data and finds a positive effect of self-determined working hours on job satisfaction for full-time employees.
Our analysis extends GRÖZINGER ET AL.'S [2008] research with a detailed examination of possibly different impacts of a wish to reduce versus extend working hours. Furthermore, we employ panel data, rather than a cross-sectional analysis. In comparison with HANGLBERGER [2010b] , we include the 2009 data wave to examine working time arrangements, and we add several other satisfaction variables to identify trends in satisfaction and working hours.
Working time mismatches are also common research topics in other countries (e.g., JACOBS AND GERSON [2004] , REYNOLDS [2004] and WOODEN ET AL.
[
2009]). HANGLBERGER'S [2010a] overview of job satisfaction in 31
European countries indicates that patterns of explanation vary, such that negative effects of working hours are lower in countries with lower welfare levels. Furthermore, work autonomy is only relevant in countries with high welfare status. Noting the importance of job characteristics in 19 OECD countries, CLARK [2005] suggests that working hours are important only when actual and desired working time differ. VALCOUR [2007] uses data from U.S. call center agents to test the effects of working hours, job complexity, and control over work time on work-life balance satisfaction; that study implies in contrast to our results a general negative effect of the amount of working hours on satisfaction with work-family balance. In Great Britain, WHITE ET AL. [2003] examine both working hours and their effect on work-life balance, finding a conflict between high performance practices and work-life balance policies, whereas GASH ET AL. [2010] analyze the effect of changes from full-time to part-time work on satisfaction for women in the United Kingdom and Germany and find a positive effect of decreasing working hours on life satisfaction. Finally, an Australian panel survey used by WOODEN ET AL. [2009] reveals that it is not the number of working hours that matters but the working time mismatch. Some of our results match these existing studies, though others are in conflict. CLARK [2005] focuses only on job satisfaction and uses a multicultural data set; we focus on a large German panel data set and expand the research by analyzing the effect of working hours on employees' satisfaction with different parts in life. In terms of job satisfaction, our results for Germany are in line with CLARK 'S [2005] .
In comparison with existing literature, we also focus on overall life satisfaction, together with satisfaction with the job, family life, and free time. Thus, we question whether all human satisfaction can be affected (for an overview see CLARK . Although people's satisfaction levels are genetically determined, some influence seems possible. In their set-point theory study, LYKKEN AND TELLEGEN [1996] show that subjective well-being is genetically predetermined at a rate of 50%. HEADEY [2007] offers counterevidence of the setpoint theory though, such that 20% of respondents indicated permanent changes of their life satisfaction over the previous 20 years. Because individual life satisfaction thus appears changeable in the long run, various indicators should have an influence on satisfaction. We test the effects of working hours with a fixed effects model and control for unobserved employee heterogeneity.
We find a positive impact of actual working hours and working overtime on the job satisfaction of full-time employees; a negative effect on job satisfaction only arises when full-time employees want to reduce their working hours. If employees' overtime is appropriately compensated, satisfaction rises, and the working hour mismatch decreases. Although the effect of actual working hours we find is in line with WOODEN ET AL.'S [2009] findings, our results provide additional evidence pertaining to overtime. Because our panel structure can control for differences in employees' satisfaction levels, our results cannot be driven by those levels. In this sense, our study strengthens and expands GRÖZINGER ET AL.'S [2008] work.
Yet we also identify a home office as a significant driver of the wish to reduce working hours. Employees who work at home daily or several times a week want to reduce their hours significantly more. Flexible working hour arrangements also decrease satisfaction, compared with strictly fixed working hours. Although commuting has no effect on job satisfaction, its influence is significantly negative for free time and family life. Therefore, we posit that the time component affects satisfaction with free time and family life; overall, types of satisfaction with various aspects of life interact. Similarly, STUTZER AND FREY [2006] and DETTE [2005] observe interaction effects for satisfaction measures, though without explaining them fully.
Data and Variables
Our analysis relies on the GSOEP data set, which is an annual representative household survey of households and persons in Germany. Since 1984, approximately 20,000 household members have been surveyed annually, which indicates it provides a representative sample of German inhabitants (SOEP GROUP [2001] ). We use the years from 1999 to 2009 to address long-term effects, though not all questions that are of interest for this study appeared in each year, so some analyses are based on specific periods. 2 The overall analysis includes German full-and part-time, white-and blue-collar workers. We exclude self-employed persons and civil servants, as well as employees without contracted labor 2 The data used in this paper was extracted using the Add-On package PanelWhiz for Stata®. PanelWhiz (http://www.PanelWhiz.eu) was written by Dr. John P. HaiskenDeNew (john@PanelWhiz.eu). See HAISKEN-DENEW AND HAHN (2006) for details. The PanelWhiz generated DO file to retrieve the data used here is available from me upon request. Any data or computational errors in this paper are my own.
relations, whose working hour arrangements differ. We also exclude employees older than 65 years, the age of retirement for our German sample. Thus the data include employees between 16 and 65 years of age, and in 2009, they represented 24% part-time employees, of which 9% were men, and 34% of the full-time working employees were women.
Our research questions suggest multiple relevant variables for measuring satisfaction and working hours. Items to measure satisfaction with job, family life, and free time appear at the very beginning of the SOEP questionnaire (How satisfied are you today with the following areas of your life?), measured on an 11-point scale (0 = totally unhappy to 10 = totally happy). The family life satisfaction item began appearing in the questionnaire in 2006; all other questions were asked from the first year. The life satisfaction item (How satisfied are you with your life, all things considered?) appears at the end of the questionnaire, measured on an 11-point scale (0 = completely dissatisfied to 10 = completely satisfied).
The survey items referring to working hours include actual, stipulated, and desired working hours of employees.
3 The desired working hours item stipulates that income will change according to the number of hours worked. We calculate the desired reduction in the number of working hours by subtracting desired from actual working hours. However, some employees want to extend their working hours, so we generate two variables: one for the number of hours an employee wants to reduce and another that describes the number of working hours an employee wants to extend. Both variables thus are strictly positive, which enables us to compare employees with the desire to change their working hours with those whose desired and actual working hours indicate a perfect match.
We also include overtime and overtime compensation variables.
4 
Hypotheses
We expect working time to affect satisfaction, in line with GRÖZINGER ET AL.'S [2008] finding that working time has influences on job and life satisfaction and WOODEN ET AL.'S [2009] comments about the mismatch between actual and desired working hours. Not only the number of working hours but also employees' preferences for the number of their working hours should be significant, such that a violation of preferences leads to dissatisfaction, according to motivation-hygiene theory (HERZBERG ET AL. [1959] ). To extend current research into influences on job and overall life satisfaction, we observe potential influences on family life and free time. [2009], we expect that overtime has no overall negative effect on satisfaction, because it is more or less voluntary and compensated. Because we remain interested in its effect on satisfaction with several aspects of life, we predict that overtime has a negative effect on satisfaction only if the desired working hours are lower than actual ones, and paid overtime should mitigate this negative effect.
Hypothesis 2a: Overtime has a negative effect on satisfaction only if the desired working hours are lower than actual ones. Hypothesis 2b: Paid overtime mitigates this negative effect of overtime on satisfaction.
Flexible working time arrangements allow employees to adjust their working hours to their specific needs, which should have a positive effect on satisfaction. But flexibility also eliminates the clear end to a working day. That is, fixed working hours have clear beginnings and endings, whereas daily changing working times or flexitime can lead to extended hours. With a heavy workload, flexible working hours and overtime that is neither paid nor accounted for could push employees to work nearly round the clock. This effect likely has been enhanced by the permanent access to work and availability to colleagues, 
Results
We begin with a discussion of the development of working hours, working arrangements, and satisfaction over the past decade, to reveal how working conditions have changed and if any differences arise with regard to gender or fullversus part-time employment status. We then test our hypotheses with longitudinal, cross-sectional analyses to examine determinants of employee satisfaction and their desire to change their working hours.
Working Hours
In Figure 1 , we show that for full-time employees, actual working hours equal 43.4 hours on average, but the desired hours of 38.3 are significantly lower (paired t test, 1% significance level). Both actual and desired working hours have increased significantly in the past decade, by 2.3% and 1.9%, respectively (twosample t tests, 1% significance level). For part-time workers, we discern a smaller but still significant difference between the average actual working hours, 24.6, and the desired hours, 25.4. Thus the desired hours are significantly higher than the number of actual working hours, which contrasts with the full-time sample. That is, employees in part-time contracts tend to want to expand their working hours, which also would increase their income. When we test for gender effects, we find significantly different desired working times: Among full-time employees, women want to work 3.5 hours less each week than men, and among part-timers, women want to work 5 hours less per week than men (two-sample t tests, 1% significance level). Those gender differences match HOLST'S [2007] results from a sample of civil servants. The amount of overtime worked by full-time employees equals approximately 2.8 hours per week for both genders; it has not changed significantly over time. However, the number of overtime hours in part-time jobs significantly increased by 25%, up to 1.5 hours per week (two-sample t test, 1% significance level). The results also reflect the general observation that significantly more full-time employees work overtime than part-timers, at 77% and 70%, respectively (twosample t test, 1% significance level). Yet the number of part-time employees who work overtime has nearly doubled in the past decade. Overtime hours are significantly higher for men compared with women in both full-time employment (3.1 versus 2.1) and part-time employment (1.5 versus 1.3) (two-sample t tests, 1% significance level).
In 2009, 28% of employees expressed total satisfaction with their amount of working hours; they neither wanted to reduce nor extend their hours. However, 57% wanted to reduce their hours, even though it would lower their incomes, and 15% wanted to extend those hours. Furthermore, employees who wanted to reduce or extend their working hours were significantly less satisfied with all parts of their life, compared with those whose actual and desired working hours matched (two-sample t tests, 1% and 5% significance level), which is consistent with GRÖZINGER ET AL. [2008] . We further recognize that between those who wanted to reduce versus extend their working hours, the latter were happier with their free time, whereas the former were happier with their whole life (two-sample t tests, 1% significance level). That is, it seems as if those who are happy with their lives want to reduce their working time to add more family and free time activities. More specifically, among full-time employees, 28% were happy with their amount of working hours, and among part-time employees, the share was even higher at 36%. However, 32% of part-time employees wanted to increase their working hours and 32% wanted to decrease them. In full-time jobs, only 9% wanted to work more; the biggest divergence appears for the full-time employees, nearly 63% of whom wanted to reduce their working hours. The disequilibrium of working hours in Figure 2 , differentiated by gender and controlling for part-or full-time employment, shows that the biggest mismatch exists for full-time employed women, who want reduce their working hours by an average of 5.8 hours per week, significantly more than men do (two-sample t test, 1% significance level). Furthermore, men in part-time jobs want to extend their working hours by 5.3 hours, significantly more than women at 2.6 hours (twosample t test, 1% significance level). Part-time employees who want to reduce their working hours have similar preferences across both genders, of 2 hours less on average. Finally, extending hours is not particularly critical among full-time employees; only 9% of them want to increase their work time, and the desired expansion averages only 0.4 hours per week.
A willingness to reduce or extend hours also depends on the employee's age. As they grow older, employees' preference to reduce hours rises significantly, independent of full-or part-time work (two-sample t tests, 1% significance level). Accordingly, actual working hours decrease significantly with age (two-sample t tests, 1% significance level). Younger employees are more willing to extend their hours (two-sample t test, 1% significance level). In Canada, DROLET AND MORISSETTE [1997] instead observe a larger group of satisfied employees who did not want to change their working hours, and the remainder would rather work more than less, with these results appearing robust across age groups.
Working Time Arrangements
Since 2003, every two years the SOEP questionnaire has included a question about working time arrangements. In Figure 3 we present these data for both fulland part-time employees. Approximately 44% of all employees work with fixed daily conditions. In part-time jobs, the working hours of 29% of employees are fixed by the employer and may vary from day to day. In full-time jobs, 24% have flexitime accounts and thus some self-determination. We observe no significant changes across the seven years of data.
Working on Saturdays is relevant for 55% of part-time employees and 65% of full-time employees; working on Sundays is only relevant for 33% of part-time and 39% of full-time jobs. In addition, 30% of full-time employees work in the evenings (after 7:00 pm) once a week and 14% do so several times a week. In the part-time sample, those numbers are slightly lower: 10% once a week and 12% several times a week work in the evenings. Evening work also has increased by 3% in full-time jobs and 6% in part-time jobs. In general though, working conditions have been robust for the past five years (also see the appendix, Figures 5 and 6).
Notes: Not all figures sum to 100%, due to rounding. 
Satisfaction
Satisfaction with life and job both provoke average values of 7 on the 11-point satisfaction scale, whereas satisfaction with family life is higher and satisfaction with free time lower. Figure 4 contains these values, differentiated by age groups.
Just as the overall average values for life and job satisfaction are similar, so do the different age groups behave similarly. The 45-60-year-old group is significantly less satisfied with their lives and jobs though; we observe higher satisfaction values among the youngest and oldest groups. For satisfaction with free time, we note that employees are less satisfied with their free time than with other areas, but in line with other satisfaction measures, the highest values appear for the youngest and oldest groups. However, the lowest values come from the 25-45-year-old group. Nearly all two-sample t tests are significant at 1% level. Because satisfaction with family life has been included in the questionnaire only for four years, we present initial tendencies, which indicate high values but no significant differences across age groups. The results regarding overall life satisfaction also are consistent with happiness and well-being literature (e.g., CLARK [2007] ), and the job satisfaction results for Germany match those of CLARK ET AL. [1996] , who find a U-shaped relationship between age and job satisfaction among British employees. To the best of our knowledge, the relationship between free time satisfaction and age has not previously been examined separately from life satisfaction; therefore, our results contribute to extant literature by confirming the characteristic U-shaped relationship for free time too.
In the past ten years, men's and women's life satisfaction has been marginal but also significantly different. Men are more satisfied with their lives. In contrast, the satisfaction with free time measure reveals the opposite, such that women are more satisfied with their free time (two-sample t tests, 1% significance level). No significant satisfaction differences in relation to life or jobs arise between full-and part-timers. However, part-time employees are significantly more satisfied with their family life and free time than their full-time counterparts (two-sample t tests, 1% significance level).
Estimations
To control for other factors that might influence the four different satisfaction measures, we run several regressions focusing on the effects of working hours, overtime, and working time arrangements. We thus examine the influence of job characteristics on satisfaction with the whole life-not only job satisfaction but also life, family life, and free time satisfaction. Furthermore, influences related to the mismatch between actual and desired working hours should emerge. Table 2 shows the effects of working hours and overtime on job satisfaction. The fixed effects regressions include 2002-2009; we provide hierarchical models for the whole sample in the appendix (Table 6 ). The main effects, including preferences for reduced hours and the overtime effect, are robust across models. We also run clustered ordinary least squares (OLS) regressions that confirm the results. Model 1 features impacts on job satisfaction for the whole sample. Models 2 and 3 specify the effects for men and women; models 4 and 5 are regressions for full-time and part-time employee samples. Model 6 includes only employees who want to reduce their hours. We also include a dummy variable for commuting, because STUTZER AND FREY [2008] report decreasing job satisfaction with greater commute time. TAYLOR ET AL. [2003] also indicate a positive relation between work autonomy and job satisfaction, which we test too. We add several other control variables as well, including socio-demographics, other satisfaction measures, detailed job characteristics, and industry and year controls.
An outstanding result is the significant, positive impact of the increase in actual working hours, in the whole sample, for men, and for full-time employees, as well as an even higher positive impact of working overtime on job satisfaction. Apparently overtime creates satisfaction, because the employee feels needed and perceives the work as important, though it is possible that satisfied employees simply work more overtime (STUTZER AND FREY [2006] ). A significant negative effect on job satisfaction arises only if employees want to reduce working hours, in support of our first hypothesis in terms of job satisfaction and the Australian results of WOODEN ET AL. [2009] . A positive effect of the wish to extend working hours appears only among men and full-time workers. Children in the household have a positive effect on job satisfaction for the whole sample and for women. Marriage also has a positive effect on job satisfaction, except for part-timers. Most research focuses on desires to reduce working hours, but our results contribute to this literature by also noting the desire for extended hours, which has been insufficiently examined. AYERS ET AL. [2007] find that underemployment has a negative effect on health and well-being, and VOYDANOFF [2007] reveals that underemployed people lose important well-being resources, such as time structures, social contacts, societal involvement, personal identity status, and social activities. Further research is necessary to understand the various influences on the wish to extend working hours and the consequences of underemployment.
In model 6, we cannot confirm the first part of our second hypothesis, namely, that overtime has a negative effect on satisfaction when desired working hours are lower than actual hours. Instead, we find a significant positive effect of overtime, even when employees want to reduce their working hours. Moreover, the compensation method for overtime has a highly significant impact on job satisfaction. All partly and totally paid overtime, as well as compensation through additional vacation time, has highly significant, positive effects on satisfaction, compared with overtime that is not compensated. This finding confirms the latter part of our second hypothesis, because paid overtime softens the negative effect. Altogether our observations expand satisfaction research, which has barely considered the effects of overtime.
Employees with some work autonomy are significantly more satisfied with their jobs, though this satisfaction decreases with tenure and increases significantly when they start a new job. These results are in line with GRUND AND SLIWKA 'S [2007] observation, as well as the growing tendency for employees to change jobs. The positive effect of a limited contract on job satisfaction could result from higher job motivation or a desire for a longer contract, or it might imply the job itself is highly important to the employee, so the limitation has no effect on satisfaction. An increase of personal income increases job satisfaction, but an increase of household income decreases satisfaction, presumably because families must exert more coordination efforts to manage their schedules. This effect does not appear in the part-time sample, probably based on the fact that a lot of parttime employees rely on the household income. Overall, satisfaction with various parts of life is interdependent; employees with high job satisfaction are also highly satisfied with other parts of their lives, in support of DETTE [2005] .
(1) Testing the effect of working hours and overtime on overall life satisfaction and satisfaction with free time and family life reveals, in contrast with previous results, no general influence (see Table 3 ). Hierarchical models underline the robustness of these regressions (see the appendix, Tables 7 and 8) . Working overtime has a highly significant positive effect on life satisfaction, and its negative effect on free time is even greater. This result reflects the diverse perceptions of job conditions and their influences on employees' life satisfaction, a finding not previously established, to the best of our knowledge. Actual working hours and hours that employees wish to reduce have negative impacts exclusively on satisfaction with free time. The hours employees wish to reduce or extend have a different and positive effect on satisfaction with family life. Perhaps the desire to reduce hours is triggered by the wish to spend more time with their family, in line with evidence that children increase family life satisfaction. The positive effect of the desire to extend hours cannot be explained as easily; perhaps it indicates a desire to earn more money for the family. Therefore we reject our first hypothesis in terms of life and family life satisfaction but confirm our hypothesis regarding free time.
The positive effect of work autonomy on job satisfaction also influences life satisfaction, but not free time or family life. With more autonomy, employees' responsibility increases, and their jobs infringe on their private lives. ANDRESEN [2009] also finds that autonomy leads to longer working hours, caused partially by higher availability demands. Commuting does not affect job satisfaction but exerts a significant negative effect on free time and family life satisfaction. In this context, the time component clearly affects free time and family life. The same can be seen in terms of personal income; increasing income has a negative effect on free time and family life. The effect is even further differentiated if we consider household income, because there is a positive effect on life and family life but a significantly negative effect on free time, which can be interpreted as a loss due to the heavy workload needed to earn high incomes. Furthermore, there is a positive effect of new jobs on life satisfaction, but it becomes negative for free time and family life, likely due to the period of vocational adjustment. The positive effect of a limited contract on job satisfaction also changes into a negative effect on free time, but the explanation for this finding is not obvious.
( Table 4 shows that children under the age of 16 years, living in their parents' households, decrease the number of hours that parents want to change. Reducing or extending preferences thus shift with the presence of children, which implies a trade-off among career, family, and earning a livelihood. The additional factor, child, in an employee's utility function leads to changes in the time allocation. Parents want to increase their time with their family but without losing career opportunities, and their financial situation is critical, because parents' financial responsibility increases when they have children.
For working conditions and overtime, we find that employees' preferences for reducing their hours jump significantly, whereas preferences for extending hours decrease if employees work overtime. Compensation for overtime only affects the reduction preference; the preferred reduction in hours decreases significantly if overtime is paid in some way. This result largely matches our previous finding and confirms the latter part of our second hypothesis. If employees are paid for their overtime, their satisfaction rises and the hour mismatch decreases.
( * p < 0.10. ** p < 0.05. *** p < 0.01. Notes: t-statistics are in parentheses. The dependent variable is the number of working hours employees want to reduce (models 1 and 2) or extend (models 3 and 4). Employees who work at home daily or several times a week want to reduce their hours significantly more. We posit that this desire is caused by the unobservability of work, with regard to both quality and quantity, such that a tendency to work later emerges, and performance feedback is rare. Our results confirm ANDRESEN 'S [2009] observation that flexible working times lead to longer working hours, including in home offices. In addition to weekly commuting, evening and weekend work trigger a greater desire to reduce the number of hours worked too. If employees' satisfaction with life and free time increases, the number of hours they want to reduce decreases; an increase in satisfaction with household income leads to an increase in this measure. This effect requires a cautious interpretation though, because satisfaction and desired working hours interact. STUTZER AND FREY [2006] also indicate that satisfaction interacts with multiple factors, and CLARK ET AL. [2008] state that incidences and satisfaction levels correlate. These results all align though: Employees who have a family want to have more time for their family, and when income is secured, their wish to work weakens.
We next address the arrangement of working hours. By regressing on satisfaction with different parts in life (see Table 5 ), we show that employer-determined working hours have a significant negative effect on life satisfaction, whereas selfdirected hours have a significant positive effect. This effect is predictable; in contrast, decreasing satisfaction in life, family life, and free time measures due to flexitime arrangements are not. HANGLBERGER [2010b] shows a positive effect of self-determined working hours on job satisfaction. Unlike self-directed arrangements, employees with flexitime have a working hour account and thus only a certain degree of self-determination; it is possible that these arrangements do not allow any overtime or that employee's feel restricted by the rules. We partially reject our third hypothesis, because we cannot show that flexible working hours affect job satisfaction negatively. We recognize that flexible looking arrangements lead to decreased satisfaction, compared with strictly fixed working hours, which is remarkable considering the widespread trends toward more flexible working arrangements among German companies.
(1) The models include data from the year 2009. The complete regressions appear in Table 9 in the appendix. a These variables include socio-demographic characteristics, job characteristics, occupational status, leadership position, and industry. 
Discussion and Conclusion
With this study, we connect working hours and satisfaction with desirable worklife balance. This balance is specific to each person and relates to satisfaction with a job and all other parts in life, especially family life and free time. Therefore, a good work-life balance results in high satisfaction. Our results show diverse perceptions and influences of job conditions on employees, so the connection between working hours and work-life balance is very important for companies and their human resource policies. Measures that affect jobs positively could also affect life satisfaction negatively and result in counterproductive policies.
Two results are particularly interesting with regard to flexible working conditions. A significant driver of the wish to reduce working hours is the use of a home office. Employees who work at home regularly want to reduce their hours significantly more, which we hold may be driven by the unobservability of their performance. Furthermore, flexible working hour arrangements decrease satisfaction, compared with fixed working hours, which is remarkable considering the increasing tendency among German companies to offer flexible working arrangements. Our results are in line with ANDRESEN'S [2009] and strengthen the prediction that not only the number of hours, but also the arrangement of those, matters. Further effort is needed to examine the effects of those arrangements and develop working conditions with positive impacts on employee satisfaction.
Our findings offer greater understanding of the influence of working hour conditions on employee satisfaction. Compensated overtime has a positive effect on job satisfaction; therefore, companies can satisfy their employees, even those with high workloads, if they compensate them for overtime, whether in full, partially, or with additional holidays. Compensation for overtime also decreases employees' wishes to reduce their working hours.
Our results cannot differentiate any variations due to occupational status though, so further examination on this topic would be of interest. Because we observe different effects of working hours and overtime on employees' satisfaction with different parts of their life, we might conclude that companies struggle to generate optimal human resource policies overall. Furthermore, the balance challenges employees, who must trade off a positive effect on one part of their life with a negative effect on another.
Children living in their parents' households also decrease the number of hours that parents want to reduce or extend their work. Further research should seek deeper insights into the interplay of different elements of satisfaction. Nearly 60% of employees would take less money to work fewer hours, which implies high dissatisfaction with working conditions, likely related to the tremendous increase in evidence of burn-out in recent years. This finding is a hint to rethink working conditions; a mismatch between actual and desired working hours is highly relevant. Although we provide new evidence in this field, many questions have yet to be answered. Source: Own calculations. 
